Abstract. The aim of the article is to find out how the workplace environment in Latvia has changed over the last 20 years and what factors account for the overall job satisfaction. The author analyses the available labour statistics and data from three ISSP Work Orientation studies carried out in 1997, 2005 and 2016 in Latvia. The questionnaire items related to one's evaluation of job security, income, opportunities for advancement and overall job satisfaction are the focus of the article. More and more respondents agree with the statements such as "my job is secure", "my income is high", and "my opportunities for advancement are high". The labour statistics and multiple linear regression analysis support the hypothesis that higher incomes and more opportunities for advancement would increase the overall job satisfaction. Although younger cohorts and those with higher education have higher employment rates and more prospects for career advancement, the analysis shows that these groups are not more satisfied with their jobs than employees in other groups. Other factors such as interesting work, stress, relationships with management and pride in one's job are better predictors of the overall job satisfaction.
Introduction
Workplace environment encompasses not only a physical space but also a social milieu where work takes place. The focus of this article is a social context of work and its relationship with one aspect of job quality, i.e. job satisfaction. OECD experts have identified a number of dimensions to be considered when measuring employment quality -earnings, working hours and time, job security, life-long learning, safety and health at work (stress at work), work organisation and content (autonomy), workplace relationships (relationships with colleagues and supervisors) and social security systems (OECD, 2013, p. 150). Some of those dimensions are also analysed below.
Large scale surveys (ISSP, British Household Panel Survey) have identified correlations between job satisfaction and job outcomes such as relations at work, job content, promotion opportunities, incomes and job security (Clark, 2015, p. 7) . In other words, having a paid job is no longer sufficient to draw satisfaction from one's job. A meaningful job and good relationships with colleagues matter, too.
The author analyses the available labour statistics and data from three ISSP Work Orientation studies carried out in 1997, 2005 and 2016 in Latvia. The questionnaire items related to one's evaluation of job security, income, opportunities for advancement and overall job satisfaction are the focus of the article. There have been a plenty of labour market studies focusing on a wide array of aspects (migration, mobility, discrimination, gender, age) in Latvia. The most notable example is a research programme "Labour Market Studies" organized by the Ministry of Welfare in [2006] [2007] (Labklajibas ministrija, s.a.). However, these studies did not focus on the longitudinal aspect of labour market development. This article seeks to remedy the situation and attempts to analyse long term changes in attitudes regarding one's job. A long term perspective allows discerning some trends that are hardly visible in ad hoc measurements. Public discourse is quite critical to the development in Latvia economy and labour market. Positive changes, as this article suggests, are rarely identified, mentioned or acknowledged. First, the article provides background information on the development of Latvia economy and labour market since 1996. Second, the author analyses the survey data from three ISSP studies on work orientations fielded in 1997, 2005 and 2016.
Third, the article reflects on how economic and labour market changes have shaped the attitudes of 1. Changes in Latvian economy and labour market since 1996
Since 1996, Latvia experienced a steady economic growth with a significant setback during the economic crisis from 2008 to 2010. In 1996, GDP per capita was 1904 EUR (in the current prices).
In 2016, the figure reached 12762 EUR (Central Statistical Bureau of Latvia, 2017e). A number of factors might account for such a growth. First, it is easier to achieve the growth rate from a low base. Latvian goods could be exported cheaply because of low production costs. Second, the prospects of Latvia becoming an EU Member State drew a lot of private investments from abroad.
As an OECD report on the financial system in Latvia in 2016 indicates, the share of foreign ownership of banks in Latvia was 85.8 % (OECD, 2016, p. 15). Those investments caused a boom in the real estate sector and a staggering increase in prices and wages. Third, the membership in the EU gives Latvia an opportunity to access EU funding and cheap credit. It also allowed to weather through the economic crisis more easily.
The economic growth brought changes in the structure of Latvia economy, too. In 2000 (when the latest comparable data are available), the share of real estate sector constituted 6.5 % of the total gross value added. In 2016, the figure was 13 %. Similarly, though to a lesser extent, the share of financial and insurance sector grew The economic growth created job opportunities for all but especially for young professionals.
The employment rate in the age group 15-64 grew from 57 % in 1996 to 68 % in 2016 (Central Statistical Bureau of Latvia, 2017a). In the age group 25-34, the employment rate rose from 68.8 % to 79.7 %. However, persons in their preretirement age face significant problems in getting a job and retaining it. In 1996, only 33.1 % were employed in the age group. In 2016, the employment rate for the group was 61. economic stagnation and mass unemployment. Latvia lost many economically active people due to depopulation and mass emigration. The demographic process may have a negative impact in the long run but it also mitigated the effects of the economic crisis by decreasing unemployment and sustaining wage levels. In short, an average person in Latvia in 2016 was considerably better off, had more employment opportunities and experienced less competition than in 1996.
Data and methodology
Survey data analysed in this article were gathered in 1997, 2005 and 2016 in the framework of the International Social Survey Programme (ISSP). Samples were representative to the 18-74-year-old population in Latvia. The author analysed only those questionnaire items that were included in all three surveys. The questionnaires in ISSP studies have a core of items and a set of questions that were included once or twice. The author did not include the latter items. He also looked at the items that were relevant only to the working population. All data presented in the following tables are weighted to adjust for the under-coverage of some social groups (young males, persons from ethnic minority backgrounds).
Empirical results
A battery of statements about one's job was included in the questionnaire such as ""My job is secure", "My income is high" etc. The five point Likert scale was used to identify a level of agreement with the above statements where 1 represents a response category "strongly agree" and 5 -"strongly disagree". For the items "How often do you have to do hard physical work" and "How often do you find work stressful", the five point Likert scale was used with response categories 1 -always and 5 -never. For the items "Relations between management and employees" and "Relations between workmates/ colleagues", 1 represents "very good" and 5 -"very bad". For the item "How satisfied are you in your (main) job", the seven point scale was used to measure the overall job satisfaction, where 1 denotes "completely satisfied" and 7 -"completely dissatisfied". Smaller values identify more agreement and satisfaction. Negative differences in means should be interpreted as positive changes, i.e. better relationships with colleagues and more interesting jobs. Table 1 provides the descriptive statistics of those responses.
The overall satisfaction with the main job has increased since 1997. The trend is discernible through the three ISSP studies when this measurement was taken. It holds true for other measurements, too. More and more people agree with the statements "My job is secure", "My income is high" and "My opportunities for advancement are high".
It seems that respondents are now less willing to work harder for a firm to succeed than in 1997. In other words, their work commitment is less pronounced. Although people feel more secure at their job, it does not affect their perception of work stress. There are no changes in how often people find their work stressful. Surprisingly and on the contrary to what one might expect in the era of ICT, many respondents admit that they often do hard physical work. At last, it appears that relationships between management and colleagues (and among themselves) have become slightly better. Respondents more frequently point out that their work relationships are very good or quite good.
To sum up, the workplace environment in Latvia is becoming more friendly and secure. There are more opportunities for career advancement than before. More and more people admit that they have high incomes, too. As a result, there are more satisfied employees in 2016 than in 1997.
To find out which factors account for the overall job satisfaction and how they have changed over time, the author carried out multiple linear regression analysis. Beta coefficients and p-values are included in Table 2 . It appears that there are a few significant and stable factors in determining one's job satisfaction over the span of nearly 20 years. One's age is a good predictor of one's job satisfaction. Older employees are more satisfied with their jobs than the young. It is contrary to a widely shared belief that young people with higher education have more career prospects and better paid jobs. Somewhat surprisingly, region (place of residence in Riga) is not a statistically significant predictor although official statistics suggest that there are more job opportunities and a higher living standard in the capital city. Education is not a significant factor as one might expect.
It can be argued that the current labour market creates more jobs and career prospects for professionals, i.e. people with higher education. However, it does not translate into the higher satisfaction levels of the highly educated employees. The agreement with the statements like "My income is high", "My job is interesting" and "I am proud to be working for my firm or organization"
will most likely result in higher satisfaction levels. Similarly, good relationships with management 
Discussion
Labour statistics clearly show that wages and employment rates significantly increased since 1996. In other words, there are proportionally more better paid jobs than before. The analysed survey results do reflect these trends. Respondents more often acknowledge that they have high incomes and opportunities for advancement. There are less unemployment and less pressure on the employed to be concerned about job loss. As a result, employees now feel more secure about their jobs than previously. Although to a lesser degree than one might expect from the presented results, the overall job satisfaction has also increased.
Although the labour market structure significantly changed over time (with more jobs for professionals with higher education in sectors such as real estate and financial services), the selfevaluation of one's job content and value did not changed that much (within or close to the margin of sampling error). Interesting and useful work, a pride in one's job, the opportunities for working independently and helping other people are no more or no less common in 2016 than in 1997.
To a certain degree, multiple linear regression analysis supports the hypothesis that higher incomes would increase the overall job satisfaction. However, the analysis does not support that opportunities for career advancement is a contributing factor. Although there are now more jobs for individuals with higher education (as labour statistics suggest) and more respondents acknowledge that their opportunities for advancement are high, it does not have an effect on their evaluation of job satisfaction.
Factors such as sex, region and education have no effect on the overall job satisfaction. The regression analysis does not support the hypothesis that those with higher education may have higher job satisfaction levels. The questionnaire used in the ISSP studies does not include items on the content (tasks, responsibilities) of one's job that might explain why it is so. The author might speculate that jobs offered to university graduates often do not meet their expectations. A university graduate is probably more aware of different career options and the situation in the labour market. He may be more critical in evaluating his job as well.
The regression analysis also does not support the hypothesis that younger cohorts might be more satisfied with their job because they have more opportunities for advancement. Labour statistics shows that employment rates for younger cohorts are higher; therefore, it would be reasonable assume that there are more job prospects for those cohorts. 
Conclusions

1)
There has been a significant increase in wages and employment rates in all age groups since 1996 in Latvia. There is now less unemployment and less pressure on the employed, too. Some differences between groups though remain. Younger cohorts have higher employment rates and those living in Riga enjoy higher wages.
2) The labour market structure has radically changed during the last 20 years. There are now more jobs for professionals with higher education in sectors such real estate and financial services.
3) Throughout the period between 1997 and 2016 when the ISSP studies on work orientation were carried out, respondents more and more often acknowledged that they had high incomes, more prospects for advancement and they felt more secure. As a result, there are now more employees who are satisfied with their jobs.
4)
Multiple linear regression analysis supports the thesis that higher wages would result in higher job satisfaction levels. However, better career prospects, as labour statistics and empirical evidence suggested, would not lead to higher satisfaction.
5) The regression analysis does not support the theses that younger employees and those with higher education may have higher job satisfaction levels. The author speculates that the aforementioned groups have different expectations than those with less education and in older cohorts, but these assumptions should be tested in empirical research in the future.
6) There are a few factors that account for the overall job satisfaction -age, income, interesting work, stress, relationships with management and pride in one's job. High incomes, engaging jobs, good relationships with management, less stress at workplace and taking pride in one's job would identify high satisfaction levels. It matters more not who one is but what kind of job one has.
